The key competences of the employees are currently discussed and the open labor market. Competencies can be divided into three basic categories: knowledge competencies, application competencies and social competencies. Each work environment brings its specifics and the aim of the article is to find similarities and differences in the key competencies of employees of healthcare organizations and non-healthcare organizations. In order to achieve the objective of the article, a questionnaire survey was used, involving 791 respondents from healthcare organizations and 647 nonhealthcare organizations. In total 1438 questionnaires were evaluated. The research was conducted from May 2017 to September 2018. The first phase of the research was conducted through semistandardized interviews with 73 representatives of healthcare organizations and 69 representatives of non-healthcare organizations. Qualitative research was attended by representatives of the personnel department, respectively human resource management department. The second stage of the research was followed by quantitative research. Quantitative research was conducted from January 2018 to September 2018. Key competencies were selected on the basis of importance, and the author of the article deals with those that respondents have identified as most important for their work. Here we can find the first differences in the identification of key competencies in healthcare organizations and nonhealthcare organizations. Respondents of healthcare organizations have identified as the most important the ability to communicate, the ability to learn, teamwork, reliability, dedication to work, empathy, emotional maturity and work under stress, while non-healthcare organizations respond as key communication skills, IT skills, creativity, team work, reliability, emotional maturity, and work under stress. Three research hypotheses have been identified. The research hypotheses were verified using the Two-sample t-Test statistic for equal means.
Introduction
Management of competencies is currently a rapidly evolving area of both theoretical and practical knowledge in individual organizations. The article focuses on the comparison of competencies in health and non-health organizations. The Competency concept has gained more attention in improving human resource management methods, allowing for more flexible resource management. For many companies, both in healthcare and non-health organizations, competence management becomes a strategic issue at all levels of society, both strategically and tactically, and equally operational. At the strategic level, key competencies are considered competences that distinguish the company from its competitors and provide it with a dominant position and competitive ability that is hard to quantify but is important for the continuous improvement, innovation and progress of the organization. In a dynamic, competitive environment, however, companies need to develop rapidly and set their leadership on key factors, such as human resources (Harzallah and Vernadat, 2002, Kaplan and Coll., 1998) .
In general, we can distinguish two basic types of competencies. The first group is the competencies needed to achieve a mission or activity, that is, the competencies required by the system; and the other, no less important group, with existing competencies that enable them to perform tasks or activities, that is competencies obtained by one or more individuals (Michel, 1997) .
Management of competencies is an important innovation in the practice of organizations, both health care organizations and non-health care organizations, as it is a way to get organizations to pay attention to employment information and staffing in human resource management. In fact, the key difference between work analysis and management of competencies may be that managers pay more attention to management of competencies. In this sense, management of competencies is a way to get the necessary analysis of jobs in the mainstream of decision-making on human resources management. Intellectual capital (IC), understood as a collection of intangible firm resources, has been considered to have the potential to be transformed into competitive advantage (Drucker, 1999) . As a result, intellectual capital asset management can be considered an important aspect of strategy in organizations.
Literature review
The main aim of each organization in today's turbulent competitive environment is to have satisfied and motivated employees who strive to develop in all areas of their working career. One of the models that this allows is the management of competencies. This approach is aimed at developing employees in different areas of interest, both hard skills and soft skills. It is unclear to say which area is more important for a given segment of workers -workers of healthcare organizations and non-health organizations. Competencies can be defined as measurable capabilities required in performing tasks in the context of some concrete work situations (Dzinkowski, 2000) .
In general, the division of competences is different. For the purpose of the research, we also distribute competencies according to occurrence, namely the acquired and required. Competency has resources, which can be structured according to categories and subcategories. Competency is always carried out in a context. Competency is connected to the achievement of one or more missions or tasks. (Harzallah and Vernadat, 2002) .
Competency models refer to collections of knowledge, skills, abilities, and other characteristics that are needed for effective performance in the jobs in question (Rodriguez, Patel, Bright, Gregory, & Gowing, 2002; Schippmann et al., 2000, Campion and coll, 2011) . Defining the term competences raises many problems. It is often identified them with other concepts such as skills, abilities or qualifications (Tobór-Osadnik, 2018) . In this case, competencies must be perceived as an umbrella term for subordinate concepts, which are already mentioned attitudes and values, qualifications and skills and knowledge.
The goal of each organization's management should therefore be to develop employee careers by using the competency models to guide the choice of job assignments and make other career choices (Berke, 2005; Groves, 2007) .
If we approach the competencies of workers, then they can be assessed in a behaviourist style as the performance exhibited by an individual to carry out a particular work situation (García-Barriocanal and coll., 2012) . Individual competencies in turn have been defined in terms of knowledge, skills and attitudes (Bilikova and Taraba, 2014) . Pfeffer (1998) argued that companies that understand the relationship between people and organizational performance are those that usually earn in the long run. Improving the performance of the project, program, portfolios and organization is therefore related to improving employee performance.
An integral and indispensable part of management of competencies is the development of individual key skills, which can be improved by regular training and practice. These basic, not only managerial skills, include the ability to communicate and teamwork. Communication between team members (Tiferes and Bisantz, 2018 ) is essential to the team's work Keyton, 2013, Keyton et al., 2010) . Therefore, it is not surprising that the level of team communication is commonly used to study the functioning of teams (Cooke et al., 2007 , Wildman et al., 2012 . Team processes such as communication are manifested differently by team type (Salas et al., 2005) . In addition, Driskell and Salas (2006) indicate a number of critical factors or circumstances that affect team processes, including communication processes.
If the project team members do not have the required level of developed competence (Shahhosseini and Sebt, 2011) , the performance of the team may be jeopardized. Competence, as mentioned above, is the knowledge, skills and behavior that a person needs to fulfill their role, not only in the team (Liu and coll., 2005) . Assessing competencies, skills and abilities, and knowledge of personality traits and key individual behaviors increase the chances of choosing a team that has the potential to succeed (Morris and Pinto, 2007) . Collaboration with employees is also needed because one person performs a task interdependent, also requires information, resources, expertise and coordination with other staff (Stark and Coll, 2004) . Collaboration and cooperation is the ability of employees to solve problems and work with colleagues when the role is interdependent (Bar-On, 1995). In addition, working collaboration creates a friendly relationship with partners, allowing them to easily meet their goals (Hsu, 2017) .
In recent years, organizations have invested heavily in emerging technologies, including Enterprise Social Media (ESM) and Information Technology (IT). Enterprise social media can be defined as a group of collaborative digital technologies (Leonardi and Meyer, 2015) that facilitates knowledge management and management of competencies within organizations (Kwahk and Park, 2016) . The use of Enterprise social media in the workplace thus makes it possible to streamline communication at the workplace and not only promotes the sharing of knowledge and information. This process is innovative and has not been possible in recent years. Businesses use Enterprise social media tools in particular for workrelated, information-sharing and social communication (Ortbach and Recker, 2014) , which has a positive impact on the trust in the organization, and are important for both employees and organizations themselves (Huang and coll, 2015, Kuegler and coll, 2015) . In the same way, the motivation and dissemination of information on specific activities and procedures to use these models efficiently (Rietzschel, 2014) is motivated to develop the creativity and performance of employees (Ruscio and Amabile, 1999) . Many organizations are therefore starting to focus on developing strategies that focus on developing the competence skills of their employees. The main objective is to facilitate the efficient collection and use of information that is inevitable for the quality performance of their work (Pitafi and coll, 2018) .
At the moment, the competitive environment is very turbulent and therefore it cannot be clearly stated that what is true in one organization is true of the other, even if the indicators can be very similar. The main reason is human capital. The theories of individual differences have a long history of explaining human behavior and the different ways in which individuals respond to similar events and circumstances. Organizations are very interested in judging and comparing individuals with a number of factors as a means of informing about selection and promotional decisions (Cartwright and Pappas, 2007) . According to the American Staff Management Society, nearly 60% of large organizations and 40% of smaller companies employing fewer than 100 employees regularly use Personality Testing for Selection and Other Occupational Purposes (Furnham 1992) . The role of individual differences has also been highlighted in the study of the latest and emerging workplace problems, such as work-related stress and organizational change. Research (Barling et al., 2005; Cartwright and Cooper 2004) has shown that differences in gender, personality, behavior and ways of managing individual situations affect the way individuals assess and resist stress. Individual differences have also been shown to relate to the extent to which individuals respond to organizational changes and evaluate them and then respond to their specific behaviors. Perhaps due to the growing recognition that organizational changes and many other work-related experiences are emotion-inducing events (Mossholder et al., 2000) , the importance of interest in the role of emotions in the workplace has grown. Particular attention was paid to the emotional demands for jobs in various areas of organizations (Pugh 2001 ) and they are evaluated as highly stressful (Johnson et al., 2005) . As a result, emotional intelligence is considered to be a significant source of individual differences, as it is more important (Goleman 1998) or at least as relevant as traditional cognitive intelligence (Mayer et al., 1990) in determining workplace performance and organizational effectiveness. Emotional intelligence and, consequently, emotional maturity can have implications for the selection and development of employees, especially those involved in stressful jobs such as nursing (Cadman and Brewer 2001) .
Methodology
The main aim of the article is to analyze and statistically evaluate the key competencies of healthcare workers and their comparison with workers in non-health organizations. Based on qualitative research, key competencies have been identified and subsequently analyzed using quantitative research. Among the core competencies of healthcare workers, according to research results, are communication skills, learning ability, teamwork, reliability, access to work, empathy, emotional maturity and work under stress. Differently, they perceive the key competencies of workers of non-health organizations, namely communication skills, IT skills, creativity, teamwork, reliability, emotional maturity, and work under stress.
In order to meet the objectives of the present article, qualitative and quantitative research was carried out. The first stage of the research was qualitative research, which took place in the form of semi-structured interviews with 73 representatives of health organizations and 69 representatives of non-health organizations. The interviews were held with representatives of the Personnel Department. Based on the results of qualitative research, a questionnaire was compiled, distributed in selected medical and non-health organizations, in paper form. Questionnaire pretesting was conducted on a sample of 39 respondents in January 2018. Quantitative research began in January 2018 and ended in September 2018. 31 questionnaires had to be excluded from the questionnaire. 1026 women, 412 men, were interviewed.
The total number of respondents was 1438. The respondents who participated in the research in the healthcare organizations were 791, the respondents from the non-health organizations were 647.
On the basis of the theoretical bases, three research hypotheses were formulated: H10: According to respondents participating in the sample, the average perception of key competencies for employees of health care organizations is the same for men and women. H1A: According to respondents participating in the sample, the average perception of key competencies for employees of health care organizations is not the same for men and women. H20: According to respondents participating in the sample, the average perception of key competencies for employees of non-health care organizations is the same for men and women. H2A: According to respondents participating in the sample, the average perception of key competencies for employees of non-health care organizations is not the same for men and women. H30: According to respondents participating in the sample, the average perception of key competencies is the same for employees of health care organizations and employees of nonhealth care organizations. H3A: According to respondents participating in the sample, the average perception of key competencies is different for employees of health care organizations and employees of nonhealth care organizations.
The results of the questionnaires were used to test hypotheses. The research hypotheses were verified using the Two-sample t-Test statistic for equal means.
The evaluation was carried out using the statistical program Statistical Society for Social Sciences (SPSS). SPSS is a statistical software used to address a variety of business and research issues. Provides a variety of techniques, including ad-hoc analysis, hypothesis testing and reporting -facilitates data management, analytical selection and execution, and sharing of results. Part of the program is data processing using PivotTables.
Results and discussions
The main objective of this article is to identify and determine different perceptions of the key competencies of employees of health care organizations and workers of non-health care organizations, as well as to identify and detect possible differences in the perception of given competencies from the gender perspective of the respondents. The key competencies within health care organizations, have been identified the ability to communicate, the ability to learn, teamwork, reliability, dedication to work, empathy, emotional maturity and work under stress. Within non-health organizations, they have been identified and subsequently researched as key competencies which are communication skills, IT skills, creativity, team work, reliability, emotional maturity and work under stress.
The aim is to find out which factors are dependent and which, on the contrary, are not dependent on the above variables.
We can already see the difference in the perception of individual competences. As mentioned above, the determination of differences in perception of men and women was made by the Two-sample t-Test for equal means, see Table 1 . Table 1 
. Two-Sample t-Test for equal means -Hypothesis H1
H1: According to respondents participating in the sample, the average perception of key competencies for employees of health care organizations is the same for men and women. If the p-value is less than 0.05 -it means that I reject the hypothesis, so there is no difference in the perception of the individual factors in the variables examined, in other words, the difference in perceptions between men and women in a given factor, in the field of communication and dedication to work.
On the contrary, we can say that factors ability to learn, teamwork, reliability, empathy, emotional maturity and work under stress by gender as key competences are perceived equally, so there is no difference in the perception of individual factors.
The second hypothesis also deals with the study of individual factors, but this time in non-health organizations. This hypothesis again gives us a perspective of gender -ie the perception of men and women of the individual key competences needed to perform the work. The results are shown in Table 2 : Table 2 
. Two-Sample t-Test for equal means -Hypothesis H2
H2: According to respondents participating in the sample, the average perception of key competencies for employees of non-health care organizations is the same for men and women. The two-Sample t-Test for equal means showed the following results. The p-value are higher than the significance level -0,05 in almost all sectors -communication skills, team working, reliability, emotional maturity, work under stress and creativity. The p-value is not higher than the significance level -0,05 -only in one factor -IT skills.
The results confirm differences in perceptions of IT skills between men and women. The result is expected, because in terms of IT skills and perception of importance, men are more receptive.
The third hypothesis deals with study of statistical significance between the average value of key competencies and the type of organization -health care organizations and nonhealth care organizations. The statistical evaluation of the mean values using the t-test is shown in the following table -Table 3 . The H3 hypothesis, aimed at finding similarities in the different factorscompetencies, where the employees of health care organizations and non-health care organizations were compared, produced the following results: -The difference in perceptions within individual organizations is in team working and reliability, -Matching perceptions across organizations is about communication, emotional maturity and coping with stressful situations -working under stress.
All hypotheses were evaluated using the SPSS statistical program in the form of a Twosample t-Test statistic for equal means.
In relation to team working, a different division of competences should be distinguished. In addition to substantive competences necessary for the implementation of tasks, teamwork competences are needed. According to M. Armstrong (2015) , in the most important competences according to employers are (according to the degree of occurrence) teamwork orientation, communication, human resources management. In order to better adapt enterprises to teamwork using the competences of human resources, a tool in the form of a competency profile of both the employee and the team can be used.
Conclusion
This article deals with the study of the dependencies between the selected competences and their comparison in the perception in the health care organizations and non-health care organizations, as well as the selected aspects within the individual types of organizations as well as the perceptions of men and women. The main objective of the article was to identify these competences based on statistical analysis and to find interdependence in perception. To achieve the goal, qualitative and quantitative research was carried out between May 2017 and September 2018. The main objective of qualitative research was to identify the key competencies of employees of both health care organizations and non-health care organizations. This was followed by quantitative research that focused on the quantification of given competencies by identifying the importance on the scale 1 -5, where 1 -most important for work and 5 was least important for work. The results showed differences in the perception of certain competencies in health and non-health organizations, as well as the perceptions of men and women.
The main limitation of the survey was the sample of respondents. For the future, the author is considering expanding the sample outside of the Czech Republic. Further limitations were within the range of competencies analyzed. Other competences that the author will explore include analytical thinking, initiative, responsibility, assertiveness, and others. The author will also explore the relationship between the characteristics, skills and knowledge required for the work of workers in health care organizations and non-health organizations.
